This study investigated the correlation between communication and conflict in Sino-German Global Virtual Teams (GVT). An exploratory quantitative online survey was conducted in German companies doing business in Greater China. A focus was given to the analysis of modern web 2.0 communication technologies and their potential influence on conflict. As expected, GVT experience more cross-cultural conflicts than collocated teams. However, there was no statistically significant difference in the amount of conflict between GVT 1.0 and GVT 2.0. Surprisingly, video calls are likely to contribute to the amount of task conflicts and cross-cultural conflicts. Furthermore, social media is likely to mitigate the amount of cross-cultural conflicts. Participants who extensively used social media and video call communication in their private lives, did so in their corporate lives as well. Finally, the team leaders who possessed a higher level of education reported a statistically higher amount of video call usage in their teams.
Introduction
Globalisation has stopped being a buzzword for more than a decade now. Historically, globalisation enabled companies in post-colonial time to build global empires. During the second half of the 20th century, multinational companies expanded their businesses to more than a hundred countries. The increasing access to personal computers revolutionised the world once more during the 1980s. It became possible to bridge time zones and national boundaries by using relatively cheap communication technologies (CT) like E-Mail.
In the 1990s it was large multinational enterprises that predominantly used modern CT like instant messaging or video conferencing. At the turn of the millennium, literature described the barriers and problems, large companies face when communicating over long distances [31] . The IT revolution directly continued as what we today call digitalisation. This buzzword describes many facets of the IT revolution which entered the web 2.0 level a few years ago [11] . Through social media websites, the user became the producer; a role which, until then, had been exclusively reserved for programmers. Google's Director of Engineering Ray Kurzweil describes this change process as exponential [4] . He believes that it is difficult to understand this process because human brains think linearly [4] .
In today's virtual work environment, modern CT have already been established. What was considered exotic ten years ago is considered common practice today, e.g., work-related instant messaging, social media communication, groupware and video calls. The research problem this study deals with is how these four modern CT-we call them web 2.0 CTinfluence conflicts in Sino-German global virtual teams (GVT). The newest among them is social media communication. What started with Myspace in 2003 was the social exchange for personal matters. Today, there are many business-related social media platforms like LinkedIn, Xing or mixed platforms like Facebook and WeChat. If we look closer at such platforms, we will realise that the technologies behind these platforms are not new at all. The actual novelty is the way communication is conducted on such platforms. That means that not only has technology changed, we have changed how we use technology to communicate with each other. Our aim is to investigate how this change in communication affects our daily life in the virtual work environment. In particular, we want to investigate how web 2.0 CT might be correlated to the amount of conflicts in Sino-German GVT.
Literature review and hypothesis development
The topic of virtual teams (VT) and GVT research has been a fast-growing research area. The three most relevant literature reviews covered approximately 200 sources [35] [36] [40] . In a recent comprehensive literature review, it was stressed that competing terms for GVT and VT are used interchangeably [35] . In order to avoid such confusion in this paper, we followed the suggestion of literature for both terms [35] . Virtual teams are "groups of geographically, organizationally and/or time dispersed workers brought together by information and telecommunication technologies to accomplish one or more organizational tasks" [33] . A GVT is "an interdependent virtual team whose members are geographically and time-dispersed across cultural and national boundaries." [35] .
According to literature, the term conflict was divided into two subgroups: task conflict and relationship conflict [32] . Task conflicts are conflicts between two or more people which are caused by non-interpersonal issues [32] ; often disagreement in regard to the approach towards an objective. In contrast, relationship conflicts "involve problems with the relationship and the inability to resolve them" [32] .
An exploratory case study discovered that Cultural Diversity might affect the amount of conflicts [18] . The study also suggested that a large amount of electronic communication can increase the amount of task conflict. These findings have been backed up by other researchers [36] who confirm that Cultural Diversity can have a negative effect on communication. In this study we want to address all three grounds as well: culture, conflict and communication.
Culture and cultural differences are one of the most critical areas in GVT which research needs to address [31] . Many large research projects have dealt with the question of what culture really is, how it can be differentiated and how it can be measured. The Hofstede model, a four-dimensional cultural model emerged which undergraduates learn in universities all around the world [15] . This model is the result of one of the largest surveys ever conducted about cultural dimensions. It originally categorised a large amount of relevant cultures into four dimensions: power distance, uncertainty avoidance, masculinity vs. femininity and individualism vs. collectivism. Each culture considered in the study received a certain score for each of the four dimensions. One major drawback of that study is that it was conducted almost 40 years ago. Thanks to globalization, the world has undergone a significant transformation.
Another problem with this model is that the data were collected among private individuals and not businesses. For instance, the Hofstede model argues that the Chinese are long-term oriented. In contrast to that statement, other researchers found out that this is not true for the business context. In business, Chinese seem shorter term oriented than many Western European cultures [24] .
Alternative models have emerged and the rather simple Hofstede model encounters more sophisticated models like the Cultural Mosaic model [5] . The Cultural Mosaic model attempts to describe an individual's culture as the collective picture of many small mosaics, e.g. nationality or demographics. Despite its weaknesses, the Hofstede model is probably still the most commonly used cultural model and models like this enable us to understand the complexity of culture and cultural differences. This understanding helps us to grasp complex phenomena like cross-cultural conflicts.
In some Western societies, people might think that conflict per se is not a bad thing and that there can be positive conflicts. Some researchers argue that conflict can even increase creativity [21] . This might be true in closed homogenous ecosystems. We do not believe that this is true for cross-cultural conflicts, especially in environments where Western and Eastern cultures are mixed. German companies doing business in or with China are operating in such heterogenous environments. Avoiding conflict is one of the top priorities of many Chinese managers. Another study found that Chinese have a very different approach to work and private relationships compared to Germans ]23]. In China professional and private relationships are more interconnected than in Germany. Respondents of a study reported that harmony at work makes employees more satisfied with their job [3] .
Literature provides an increasingly high number of references on the topic of cross-cultural conflicts. A quantitative study developed a tool called "The Intercultural Conflict Style Inventory" which aims at the resolution of cross-cultural conflicts [12] . In case of a cross-cultural conflict, the user is supposed to use Hammer's theoretical framework to solve the conflict. The study shows a very robust methodology, including a large survey and a thoroughly conducted factor analysis. In addition to this study, a vast overview and industry examples of cross-cultural communication combined with guidelines on how to manage cross-cultural differences were provided by another research team [29] .
In order to make cross-cultural conflicts comprehensible, we developed a technique to measure cross-cultural conflicts. It was claimed that cross-cultural conflicts can happen because of Language Difficulties or Cultural Diversity [15] . Cross-cultural conflicts caused by Language Difficulties often occur when two parties do not speak the same native language. This lack of common ground leads to misunderstandings which then lead to conflict. Cross-cultural conflicts due to Cultural Diversity are different. The cultural background of one party creates expectations towards another party which are not met because the other party does not know about these expectations or for any other reason does not want to meet these expectations. A conflict is the consequence of these unfulfilled expectations due to Cultural Diversity. We combined this idea with an existing categorisation of conflict [32] . In our definition, a cross-cultural conflict can be a task or relationship conflict caused by Language Difficulties or Cultural Diversity. Thus, cross-cultural conflicts are not a third type of conflict but task and relationship conflicts with specific antecedents that only occur in cross-cultural setups.
There is some evidence to suggest that too much communication could lead to an increasing amount of conflicts and even to cognitive overload-a status where the user cannot process any more information [38] . This stance is backed by more recent findings [18] . However, this theory does not fully explain what role web 2.0 CT play.
Another camp in literature argues that modern CT can decrease the amount of conflict in virtual teams. This argumentation has mainly to do with a CT's latency (immediateness of feedback). In this study, we did not measure latency per se but the different CT do have different levels of latency. A broad categorisation can be achieved by dividing CT into asynchronous and synchronous CT. In this definition, synchronous CT expect a direct response and asynchronous CT do not. Asynchronous communication methods might decrease the negative perception of aggressive emotions because no direct response is needed [28] . This would imply that aggressive emotions communicated via telephone (synchronous) have a more negative perception than the same emotions expressed via E-Mail (asynchronous). This study has two shortcomings. Firstly, other studies found that trust building is more difficult for written than for spoken communication [16] . Secondly, Montoya-Weiss, Massey and Song (2001) did not anticipate that hybrid CT would emerge [28] . Sending text messages is considered asynchronous. However, the sender of an instant message on a mobile device usually expects a quicker response than an E-Mail sender. This means that the latency for two different types of asynchronous CT can be very different and therefore it seems difficult to derive a general meaning from this classification. Therefore, we did not follow the classification of asynchronous and synchronous CT for hypothesis testing (but we did consider it for the interpretation of results). Instead, we followed the categorisation of web 2.0 and traditional CT for which we developed the Communication Technology Index (CTI) in a previous study [17] .
The collaboration technology readiness list provides suggestions about what CT might be adopted in what order [31] . Team members in GVT usually do not have a say regarding media adoption. This path is usually already set by the organisation in which they work. The question is not whether to use asynchronous or synchronous CT, the question is how far teams have advanced on their journey to the certain adoption of web 2.0 CT, regardless of the CT's latency. Applying the CTI divides all GVT into two groups which can be compared to each other with regard to the amount of task and relationship conflict (Hypothesis 1). The first group comprises teams that rely heavily on the usage of web 2.0 CT, we call them GVT 2.0. The second group still relies mainly on traditional CT, we call them GVT 1.0. Although we assumed that GVT 2.0 experienced less conflict than GVT 1.0 we did not have sufficient evidence to form a directional hypothesis.
The CTI measures the frequency of usage of the most commonly used CT. Among them are four CT which we call web 2.0 CT: social media, instant messaging, video calls and groupware communication. In order to get a deeper understanding of how the individual CT might affect conflict, they will be tested for their correlation with different conflict types (Hypothesis 2).
The third hypothesis compares the amount of conflict between collocated teams and GVT. The majority of references on the topic posit that GVT experience more conflict than collocated teams; for a plethora of different reasons, e.g., geographical distance (Olson and Olson, 2000) . There is reason to believe that this is an outdated stance which does not hold true anymore. Web 2.0 CT might positively mediate communication effectiveness within GVT. Furthermore, modern teams might be increasingly used to working in multicultural setups. This experience could have also led to a better understanding of other cultures. It might be the case that because of these reasons, GVT do not experience a higher amount of conflicts than collocated teams anymore. This is tested in Hypothesis 3. As there is no consensus in literature about the amount of conflict in virtual teams, no directional hypothesis was formed.
A recent study showed that personal preference represents a driving factor when team members introduce social media communication [1] . Hypothesis 4 tests whether this finding holds for other web 2.0 CT in Sino-German GVT as well. We also believe that the team leader plays a vital role regarding collaboration technology readiness. He might not only be an influencer but in some caseshe might be the dictator of which CT should be used.
Hypothesis 5 was not included in the literature review as the finding was a coincidental result of this study. We assumed that a higher education of the team leader leads to a quicker adoption of web 2.0 CT and consequently to a more frequent use of web 2.0 CT than the control group.
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The hypotheses which were developed are presented as follows:
H1: The amount of conflict is different in Sino-German GVT 2.0 compared to GVT 1.0.
H2: The usage of individual web 2.0 CT correlates with the amount of conflict.
H3: The amount of conflict is different in collocated teams compared to GVT.
H4: A frequent personal usage of web 2.0 CT correlates with a higher usage of these technologies in the team environment.
H5: A higher education level of the team leader correlates with a more frequent use of web 2.0 CT within the team.
This section has demonstrated that a thorough review of literature has been conducted which led to the establishment of a framework of variables and concise and testable hypotheses. A quantitative survey seemed to be the ideal data collection method as it could cover a large amount of GVT and collect all the necessary information about the team characteristics, the participant's demographics, the usage behavior of CT and the amount of conflict.
Methodology
An online survey was the basis of our study's research design and a cost-effective [6] method to collect up to date empirical data from a relevant business context [34] as successfully demonstrated by other GVT studies [12] [30] .
The questionnaire which we developed for this online survey consists of two parts. The first part asks questions about the individual participant. The second part asks questions about the participant's team (see table 1 and 2).
The online survey was set up using GoogleForms [25] . It was not mandatory for participants to type in data in response to one question in order to proceed to the next question.
Reliability and validity checks
In statistical terms, reliability can be described as "the extent to which items in a scale are intercorrelated, thus measuring the same construct" [39] . The reliability of the questionnaire has been checked by calculating the internal consistency reliability using IBM's SPSS 22. The cases 18, 72, 73, 75 and 79 were excluded listwise from the reliability calculation as they did not enter all of the questionnaire items for one research construct. The threshold for excluding cases from analysis was one or more missing answers for one research construct.
Although being excluded from the reliability check, some of these cases could still be used for further data analysis. All scales used for measuring the research constructs task conflict, relationship conflict and cross-cultural conflicts were ordinal scales. The results of this internal consistency calculation can be found in the results section. Validity was assured by three techniques: attention filters, content validity and the implementation of reverse wording [39] .
Sampling design
An adequate sample size is the most important factor for the validity of data analysis [10] . G*Power 3 was used to calculate the minimum sample size required (n=54) [9] . We added a 15% security margin for invalid responses and estimated a 10% response rate which led to 620 companies to be contacted. A random sampling process was conducted on a probability basis using Excel's RAND function to reduce bias which could influence the selection of individual companies from the database.
Data collection procedure
The company database of the German Chamber of Commerce provided names of companies, locations of headquarters and in many cases, also the homepage of the company.
The telephone calls started in November 2016 and terminated in August 2017.
After having collected the data, we conducted reliability and validity checks to ensure a high-quality data set. Hypothesis testing was conducted using Mann-Whitney U and Somers' D statistics.
Initially, a 20 EUR voucher for an online shop was used as an incentive. Later, this incentive was changed to a 10 EUR charity donation in order to increase the response rate.
Results and data analysis

Participants
Of the study population, 82 subjects completed and returned the questionnaire. Eleven respondents failed the validity check's attention filter at question 12 (case 5, 17, 22, 27, 28, 44, 48, 53, 71, 77, 78). Consequently, they were excluded from the survey and the remaining 71 cases were used for data analysis.
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Reliability calculation
Reliability checks were conducted for the four research constructs: task conflict, relationship conflict, cross-cultural conflict caused by Language Difficulties and cross-cultural conflicts caused by Cultural Diversity.
The internal consistency was calculated by using the Coefficient Alpha (also known as Cronbach's alpha). Generally speaking, the higher the Coefficient Alpha, the better. It is argued that a robust value of internal consistency should be 0.7 or higher [7] . The Pearson correlation coefficients for each item should be higher than 0.3 as recommended by literature [20] .
The construct "task conflict" consisted of six questions. A total of two cases were excluded by the statistic. The scale showed a high level of internal consistency, as determined by a Coefficient Alpha of 0.75. The items were measuring the same construct, as indicated by the Pearson correlation coefficients between 0.36-0.70 for all items.
The construct "relationship conflict" consisted of 6 questions. A total number of four cases were excluded by the statistic. The scale showed a high level of internal consistency, as determined by a Coefficient Alpha of 0.74. The items were measuring the same construct, as indicated by the Pearson correlation coefficients between 0.28 and 0.59 for all items. Only one item was slightly below the 0.3 threshold recommended by literature (item 18; 0.28).
The construct "cross-cultural conflict caused by language difficulties" consisted of 3 questions. A total of 2 cases were excluded by the statistic. The scale showed a high level of internal consistency, as determined by a Coefficient Alpha of 0.85. The items were measuring the same construct, as indicated by the Pearson correlation coefficients of 0.67, 0.80 and 0.82.
The construct "cross-cultural conflict caused by cultural differences" consisted of 3 questions. A total of 2 cases were excluded by the statistic. The scale showed a high level of internal consistency, as determined by a Coefficient Alpha of 0.91. The items were measuring the same construct, as indicated by the Pearson correlation coefficients of 0.79, 0.88 and 0.81. In the next section, the principal results of data analysis will be presented.
Hypothesis testing
Hypothesis 1
Several between-group mean comparisons were conducted on the different kinds of conflicts. Neither type of conflict showed a statistically significant different amount in the two groups GVT 1.0 and 2.0.
Hypothesis 2 Somers' D was run to determine the association between the usage of a communication technology and the amount of specific types of conflict.
There was a strong, positive correlation between the frequency of video calls used as a communication technology and the amount of task conflict, which was statistically significant (n = 65, d = .284, p < 0.001).
There was a strong, positive correlation between the frequency of video calls used as a communication technology and the amount of cross-cultural conflicts because of Cultural Diversity, which was statistically significant (n = 65, d = .208, p < 0.008).
There was a strong, negative correlation between the frequency of social media applications being used as a communication technology and the amount of cross-cultural conflicts because of Cultural Diversity, which was statistically significant (n = 66, d = -.168, p < 0.035).
Hypothesis 3 Distributions of the amount of cross-cultural conflicts caused by Language
Difficulties for GVT and collocated teams were similar, as assessed by visual inspection. The amount of cross-cultural conflicts caused by Language Difficulties was statistically significantly different between GVT (n = 40, mean rank= 35.6, Mdn = 1) and collocated teams (n = 22, mean rank= 24.05, Mdn = 1), U = 604, z = 2.828, p = 0.005, using an exact sampling distribution for U [8] .
Distributions of the amount of cross-cultural conflicts caused by Cultural Diversity for GVT and collocated teams were similar, as assessed by visual inspection. The amount of cross-cultural conflicts caused by Cultural Diversity was statistically significantly different between virtual GVT (n = 40, mean rank= 37,29, Mdn = 2) and collocated teams (n = 22, mean rank= 20,98, Mdn = 1), U = 671, z = 3.681, p = 0.005, using an exact sampling distribution for U [8] .
Hypothesis 4
There was a strong, positive correlation between the amount of usage of social media applications used for private purposes and the amount of usage of social media applications used at work, which was statistically significant (n = 71, d = .401, p < 0.0005).
Another strong, positive correlation was measured between the frequency of video calls used for private purposes and the amount video calls used at work. This correlation was statistically significant (n = 71, Page 336 d = .483, p < 0.0005).
Hypothesis 5
There was a strong, positive correlation between the education level of the team leader and the amount of usage of video calls used at work, which was statistically significant (n = 35, d = .293, p < 0.056).
Discussion and Conclusion
This research expands GVT literature as it concentrates on culture as one of the most important factors [31] . To our knowledge it is the first quantitative research project about conflict and communication in Sino-German GVT.
It was identified that a difference in the amount of conflict between GVT 1.0 and GVT 2.0 is not likely (H1) as there was no statistically significant difference measured. However, the results of the statistics in regard to H2 showed that teams who used a high amount of video call communication experienced more task conflicts and cross-cultural conflicts than the control group. In contrast, teams who used a high amount of social media communication experienced a lower amount of crosscultural conflicts. A higher amount of cross-cultural conflicts was measured in GVT compared to collocated teams. Social media and video calls were used more often in the work environment when the participant also frequently used these CT for private purposes. Finally, team leaders with a high educational background relied on video calls for communication more often.
Unexpectedly, groups that belong to the web 2.0 category did not show a different amount of conflict than the web 1.0 group (H1). Synchronous communication technologies like video calls are rich media which we thought might help to get misunderstandings solved quickly. This stance was backed up by literature [18] .
As video call communication positively and social media communication negatively correlate with the amount of conflict, both communication technologies seem to even each other out in regard to the conflict amount. We then asked ourselves why social media communication would correlate with a lower amount of conflict and why video call communication would correlate with a higher amount of conflict in GVT. This is a totally new phenomenon which has not yet been investigated in this context. The novelty of this contribution makes a direct comparison to existing references difficult. Furthermore, social media communication is a very broad umbrella term covering a large variety of different software applications. In our online survey, we provided examples of CT to make sure that the participants understand what is meant by, e.g. social media. Most of the social media apps on the market seem to have in common that communication is usually conducted asynchronously. This could be one of the reasons why social media communication, in contrast to video call communication, correlates with a lower amount of cross-cultural conflicts in Sino-German GVT. Video calls are considered synchronous communication and social media apps are considered asynchronous. Asynchronous communication gives the sender of information enough time to think about what to write or look up information or translate a text in case Language Difficulties exist.
Using asynchronous communication methods also gives the responder more time to gather relevant information and to clear up misconceptions as an immediate response is not expected.
However, this explanation would totally be in contrast to other researchers [18] who argue that it is synchronous communication which leads to less conflict. These researchers followed a qualitative study in a university environment not an industry context. Additionally, our study was conducted in German companies operating in Greater China, whereas the comparison study was conducted in a heterogenous setting consisting of students in Singapore [18] . The time period during which teams in business contexts exist is usually long-term compared to short-term student teams. However, it could still be possible that both studies' findings hold in their particular environment.
Social media communication is not only less intrusive than e.g., an unexpected phone or video call but it is usually also less formal and often spontaneous. This explanation is in good agreement with other researchers [14] who posit that informal and spontaneous communication like social media might decrease the amount of conflict in virtual teams for task and relationship conflicts. We believe that this is likely to be true for social media communication in Sino-German GVT.
Surprisingly, video call communication correlated with a higher amount of conflict. This is unexpected because it should provide a rich exchange of information and it should help to decrease potential misunderstandings due to additional means of communications which are absent at other CT, e.g., facial expressions and gestures. Also, video communication is supposed to increase trust in GVT.
A higher amount of trust should lead to less conflict and not to more conflict. It is likely that the Sino-German cross-cultural setup is a fruitful environment for such types of conflict. Without the cross-cultural context of Language Difficulties and Cultural Diversity, video call communication might not have any effect on the amount of task conflict in GVT. It would be interesting to see the results of a similar study conducted in homogenous teams. If those teams do not show a statistically significant amount of task conflict between video call users and the control group our anticipation is likely to be valid.
In contrast to teams that rely heavily on social media or video call communication, teams that used a high amount of groupware communication or instantmessaging did not show a statistically significantly different amount of conflict. Regarding instantmessaging this is likely because of the extensive usage of instant-messaging in most teams of the industry. The majority of teams already use this CT daily, so that there are hardly any non-users left. Groupware communication did not show a correlation to the amount of conflict either. As an asynchronous CT it is not likely to trigger conflict in Sino-German GVT easily because there is no direct spoken communication between a potential direct German and a potential indirect Chinese team member. Also, most groupware tools deal with processes of tasks and project and less with the communication between people. Groupware is not likely to mitigate conflict in Sino-German GVT either because it lacks elements that enhance positive variables such as trust-building, informality or spontaneity.
Working remotely across borders still seems to provide a basis for conflict. As the results of H3 show, modern CT do not seem to be able to bridge the distance gap completely as GVT experience a higher amount of conflict than collocated teams. This finding is consistent with other researchers [18] [31] who claimed that virtual work provides more ground for conflict than collocated working. In literature, there are various reasons that make an attempt to explain that difference. Among them are Cultural Diversity, geographical distribution, different time zones, language barriers or communication technologies [13] [14] [31] [35] . It is interesting to see that in our study both cross-cultural conflict antecedents (Language Difficulties and Cultural Diversity) showed statistically significantly results. Of course, GVT are usually more heterogenous than collocated teams and therefore they have more potential for both types of antecedents. This knowledge is particular interesting when it is put into relation with the results of H2. Knowing that crosscultural conflicts happen more often in GVT, web 2.0 CT can now be used to influence those effects, e.g. using video call communication carefully and implementing social media communication to mitigate cross-cultural conflicts.
The findings about the personal usage of modern web 2.0 CT have not been our main research objective. These findings are nevertheless useful and interesting and complement those of earlier studies. The finding that team members who use video calls and social media in their private lives use them more frequently in a business context shows that in today's modern work environment, there is no clear line between work and private life when it comes to the usage behavior of CT. What people learn at work might be transferred to life and vice versa. This finding is in compliance with other research [1] that posits that a CT is adopted by the choice of the user.
Another more significant finding to emerge from this study is that team leaders with a high education use video call communication more often at work as well. This interesting finding was a coincidental result after several correlation tests were run between demographics and CT. It can be argued that team leaders who have a higher education and who went to university had early contact with video call communication. In most universities, there are projects throughout the courses which require the students to work in VT in order to solve tasks. This early adoption of video calls might have supported an early adoption in the GVT of the team leader.
Page 338
Another idea is that well educated team leaders are more likely to work in larger companies which use video calls more often than smaller enterprises.
However, some limitations are worth noting. The results of this study show associations and differences between groups. As no qualitative data were collected, the results might not explain causality between variables. This facilitates the risk of misinterpreting the results. A follow-up mixed method research project will address this shortcoming which might also affect the ability to draw conclusions from this study. Additionally, our study was conducted among Sino-German teams. It might be that other constellations with Western cultures, e.g., Sino-American teams show different results because the cultural dimensions of the American culture differ from the German culture [15] .
This study indicates that teams that frequently use video calls to communicate over distance need to be careful about a potentially higher amount of conflict. Such teams might think about using social media applications in addition as they might decrease the amount of conflict. Most notably, this is the first study to our knowledge to investigate the effect of web 2.0 CT on various types of conflict in Sino-German GVT. Our results provide compelling evidence on the contribution of web 2.0 CT on the amount of conflict. These findings might help team leaders of Sino-German GVT to better understand the correlation of CT and conflict and consequently reduce the amount of conflict in their teams.
Taken together, these findings suggest a role for video call communication in promoting both task conflicts and cross-cultural conflicts. This study also suggests that using social media applications in the GVT environment is likely to decrease the amount of cross-cultural conflicts. The amount of cross-cultural conflicts caused by both Language Difficulties and Cultural Diversity was higher in virtual than in collocated teams. Practitioners in the field should be aware of these correlations as they might affect the performance within their teams.
